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S U M M A R Y 
A t t e m p t s t o i d e n t i f y e m p l o y e e s i n i n d u s t r y w h o t e n d t o s u b m i t 
g r i e v a n c e s h a v e p r o d u c e d c o n f l i c t i n g r e s u l t s . T h e c o n f u s i o n m a y b e 
a t t r i b u t a b l e t o t h e s m a l l n u m b e r of s t u d i e s r e p o r t e d i n t h e l i t e r a t u r e , 
t h e v a r i a t i o n a m o n g s u b j e c t s a m p l e s i n t e r m s of s i z e a n d o c c u p a t i o n s , 
a n d t h e d i f f e r e n t m e t h o d s u s e d t o s e l e c t s u b j e c t s f o r n o n g r i e v a n t c o m ­
p a r i s o n s a m p l e s . 
T h i s s t u d y w a s d e s i g n e d t o d e t e r m i n e w h e t h e r d i f f e r e n c e s 
e x i s t b e t w e e n b i o g r a p h i c a l a n d w o r k - r e c o r d d a t a a s s o c i a t e d w i t h a 2 5 0 -
s u b j e c t s a m p l e of e m p l o y e e s w h o s u b m i t t e d g r i e v a n c e s d u r i n g a s i x -
y e a r p e r i o d a n d d a t a a s s o c i a t e d w i t h a m a t c h e d s a m p l e of e m p l o y e e s 
w h o d i d n o t s u b m i t g r i e v a n c e s d u r i n g t h a t s a m e p e r i o d . T h e n o n ­
g r i e v a n t s a m p l e w a s s e l e c t e d p r o p o r t i o n a l l y o n t h e b a s i s of t h e s e x , 
s e n i o r i t y , a n d j o b c l a s s i f i c a t i o n of i n d i v i d u a l e m p l o y e e s w h o c o m p r i s e d 
t h e g r i e v a n t s a m p l e . A t o t a l of 4 0 v a r i a b l e s w e r e s e l e c t e d f o r c o m p a r i ­
s o n b a s e d o n i n f o r m a t i o n a v a i l a b l e i n o n e c o m p a n y ' s i n d i v i d u a l p e r s o n ­
n e l r e c o r d s . 
A o n e - w a y m u l t i v a r i a t e a n a l y s i s of v a r i a n c e r e v e a l e d a s i g n i f i ­
c a n t d i f f e r e n c e b e t w e e n t h e g r o u p s o n t h e 4 0 v a r i a b l e s . M u l t i p l e t_ 
t e s t s r e v e a l e d t h a t t h e m e a n s of 1 4 of t h e 4 0 v a r i a b l e s w e r e d i f f e r e n t 
a t t h e . 0 2 l e v e l of s i g n i f i c a n c e . I n t e r m s of t h e b i o g r a p h i c a l v a r i a b l e s , 
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indicat ions are that gr ievants w e r e born l a t e r , w e r e h ired at an e a r l i e r 
age , had m o r e formal school ing , were m o r e l ike ly to have phys ica l 
l i m i t a t i o n s , and had m o r e derogatory information included in l e t t e r s of 
r ecommendat ion than nongr ievants . In t e r m s of w o r k - r e c o r d v a r i a b l e s , 
gr i evants averaged higher wage i n c r e a s e s , took fewer s ick l e a v e s , 
w e r e laid off for longer p e r i o d s , had m o r e t e m p o r a r y and permanent 
p r o m o t i o n s , w e r e demoted m o r e often, had higher pr ior gr i evance 
r a t e s , took m o r e l e a v e s for p e r s o n a l and m i l i t a r y r e a s o n s , and spent 
m o r e t i m e on those l e a v e s than did nongr ievants . 
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C H A P T E R I 
I N T R O D U C T I O N 
A c c o r d i n g t o S l i c h t e r , H e a l y , a n d L i v e r n a s h ( I 9 6 0 ) , g r i e v a n c e s 
in i n d u s t r y s h o u l d b e d i s t i n g u i s h e d f r o m c o m p l a i n t s . A c o m p l a i n t m a y 
b e c o n c e r n e d w i t h a n y b e h a v i o r of t h e e m p l o y e r t h a t t h e e m p l o y e e o r 
u n i o n m a y n o t l i k e . A g r i e v a n c e i s m o r e s p e c i f i c i n t h a t i t i n v o l v e s a 
c h a r g e t h a t t h e u n i o n - m a n a g e m e n t c o n t r a c t h a s b e e n v i o l a t e d . C o m ­
p l a i n t s , t h e r e f o r e , m a y n o t a l w a y s b e p r o p e r s u b j e c t s f o r g r i e v a n c e s . 
I t i s a l s o p o s s i b l e f o r a c o m p a n y to s u b m i t g r i e v a n c e s a l l e g i n g t h a t t h e 
u n i o n o r e m p l o y e e s v i o l a t e d t h e u n i o n - m a n a g e m e n t c o n t r a c t . I n p r a c ­
t i c e , h o w e v e r , t h e l a t t e r i s e x t r e m e l y r a r e s i n c e t h e c o m p a n y n o r m a l l y 
p o s s e s s e s t h e p o w e r t o b r i n g a b o u t c o n t r a c t c o m p l i a n c e w i t h o u t r e s o r t ­
i n g t o f o r m a l p r o c e d u r e s of s u b m i t t i n g w r i t t e n g r i e v a n c e s . 
H i g h g r i e v a n c e r a t e s a r e g e n e r a l l y r e c o g n i z e d a s c o s t l y i n t e r m s 
of d i r e c t - c a s h o u t p u t s t o g r i e v a n t s a n d l o s t - w a g e a n d s a l a r y e x p e n s e s . 
F o r e x a m p l e , t h e l a r g e p l a n t w h e r e t h e d a t a f o r t h i s s t u d y w e r e c o l l e c t e d 
e s t i m a t e d i t s t o t a l c o s t s f o r p r o c e s s i n g a n d s e t t l i n g g r i e v a n c e s t o b e 
s e v e r a l h u n d r e d s of t h o u s a n d s of d o l l a r s p e r y e a r . I n s p i t e of t h e e x ­
p e n s e a n d d i s r u p t i o n r e s u l t i n g f r o m g r i e v a n c e s , t h e r e h a s b e e n v e r y 
l i t t l e r e s e a r c h e f f o r t d e v o t e d t o t h e s t u d y of g r i e v a n c e s . A s h ( 1 9 7 0 ) 
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indicated that the lack of in teres t in this area of l a b o r - m a n a g e m e n t r e ­
lat ions can be attributed to management ' s being the p r i m a r y c o n s u m e r 
of the p s y c h o l o g i s t ' s w a r e s , the fa i lure of management to invite the 
p s y c h o l o g i s t to inves t igate the p r o b l e m s , union lack of en thus iasm for 
psycho logy , and the p s y c h o l o g i s t ' s unfami l iar i ty with l a b o r - m a n a g e m e n t 
p r o b l e m s . 
P r e v i o u s R e s e a r c h 
Six s tudies were found in the l i t erature pertaining to g r i e v a n c e s . 
Three of t h e s e s tudies dealt with the nature of gr ievants and the others 
inves t igated other a s p e c t s of g r i e v a n c e s . F o r example , M c K e r s i e and 
Shropshire (1962) reported a s u c c e s s f u l p r o g r a m for reducing written 
g r i e v a n c e s by e l iminat ing underlying c a u s e s and emphas iz ing oral sub­
m i s s i o n of g r i e v a n c e s with se t t l ement at the l o w e s t p o s s i b l e l e v e l of 
the formal gr i evance procedure . Their study was conducted in a l a r g e 
mult iplant manufacturing company located in the Midwest and c o v e r e d a 
1 2 - y e a r per iod f r o m 1950 to 1962. Some of the act ions taken by the 
company and the union included the e l iminat ion of inter-union r iva lry , 
inst i tution of pol icy guide l ines for the ent ire a r e a of c o l l e c t i v e barga in ­
ing, and the es tab l i shment of centra l i zed control of gr i evance p r o c e s s ­
ing. T h e s e p r o g r a m s v ir tual ly e l iminated the written g r i e v a n c e . This 
i s not to say , however , that the g r i e v a n c e prob lem was so lved . G r i e v ­
a n c e s w e r e st i l l being submitted in oral f o r m but in reduced n u m b e r s . 
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F l e i s h m a n and H a r r i s (1962) found a corre la t ion of . 37 between 
g r i e v a n c e s and turnover when they examined the g r i e v a n c e behavior of 
57 production work groups in one motor truck plant located in the Mid­
w e s t . Ronan (1963) compared gr i evance act iv i ty f rom 1957 to 1961 b e ­
tween two plants a s s o c i a t e d with a company that manufactures heavy 
p r o c e s s i n g equipment for the m e t a l s industry. He found that the par t i ­
cular plant did have a significant effect on the number of g r i e v a n c e s 
submitted. The plant with a l ower gr i evance rate was in operat ion over 
50 y e a r s , unionized, and had 2 , 8 5 0 shop e m p l o y e e s . The plant with 
the higher gr i evance s u b m i s s i o n rate began i ts operat ion in 1957, was 
not unionized, and had only 850 shop e m p l o y e e s . The type of work an 
employee p e r f o r m e d apparently did not influence the number of g r i e v ­
a n c e s he submitted. F o r example , those who p e r f o r m dirty, dangerous , 
and phys ica l work requiring l i t t le ski l l did not submit g r i e v a n c e s any 
m o r e or l e s s often than did s e m i s k i l l e d and highly sk i l l ed w o r k e r s . 
The la t ter group, h o w e v e r , r e c e i v e d a favorable se t t l ement as a resu l t 
of their g r i e v a n c e s a s ignif icantly h igher percentage of the t ime than 
did the unski l l ed w o r k e r . Both groups submitted g r i e v a n c e s for s i m i ­
lar r e a s o n s and s e e m e d to fo l low the s a m e pattern in t e r m s of rate of 
g r i e v a n c e s u b m i s s i o n . Ronan concluded f rom h i s study that the p a r t i ­
cular plant m a d e a di f ference on the number of g r i e v a n c e s submitted 
by e m p l o y e e s but that the only effect work group attr ibutes had on g r i e v ­
ance act iv i ty was whether a favorable se t t l ement was obtained. 
4 
F r o m the foregoing it appears that gr i evance act iv i ty m a y be in ­
f luenced by underlying c a u s e s for submitting g r i e v a n c e s , turnover , and 
c h a r a c t e r i s t i c s of the plant where e m p l o y e e s are working. Addit ional ly , 
the ev idence indicates that s u c c e s s f u l gr i evance se t t l ement m a y be a s s o ­
c iated with the ski l l l e v e l of e m p l o y e e s . 
The observat ion that e m p l o y e e s continue to submit g r i e v a n c e s 
in spite of efforts to reduce underlying c a u s e s s u g g e s t s that perhaps 
the nature of gr ievants should be invest igated to s e e whether they differ 
in s o m e r e s p e c t f r o m nongr ievants . This a spec t of the gr i evance p r o b ­
l e m was the subject of invest igat ion for the remaining three s tudies r e ­
ported in the l i t e r a t u r e . E c k e r m a n (1948) developed the hypothes i s 
that a s ta t i s t i ca l ana ly s i s of g r i e v a n c e s might indicate that s ignif icant 
d i f f erences ex i s t between grievant e m p l o y e e s and nongrievant e m p l o y ­
e e s . E c k e r m a n found that foundry and mach ine shop w o r k e r s who had 
submitted g r i e v a n c e s s tarted working for the company at a lower rate , 
had a l a r g e r wage i n c r e a s e , w e r e in bet ter phys ica l condit ion, had 
m o r e ch i ldren , and w e r e l e s s l ike ly to have been born in the South than 
a random s a m p l e of nongr ievants . The impl icat ion of this study s e e m s 
to be that the m o r e se t t led the e m p l o y e e , the m o r e l ike ly he i s to 
g r i e v e . 
Sulkin and P r a n i s (1967) conducted a pilot study to de termine 
the f eas ib i l i ty of gathering l i m i t e d data f r o m personne l r e c o r d s and of 
employing t h e s e data to generate hypotheses for a m o r e ex tens ive i n -
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ves t iga t ion of whether a typical gr ievant e x i s t s . Subjects for this study 
included 58 production w o r k e r s in a Chicago heavy m a c h i n e r y plant who 
submitted one or m o r e g r i e v a n c e s during 1962 and 1963, and a sample 
of 53 nongrievant e m p l o y e e s s e l e c t e d at random to s e r v e as a c o m p a r i ­
son group. The re su l t s of this study indicated that gr ievants had m o r e 
education, w e r e m o r e ac t ive in the union, had a higher absentee rate , 
had a h igher la te rate , and r e c e i v e d lower wages with fewer net in ­
c r e a s e s than nongr ievants . Grievants in this study appear to be s o m e ­
what a s s e r t i v e . However , the gr ievants did not appear to be rewarded 
for their behavior in t e r m s of higher pay. 
A s h (1970) analyzed some of the fac tors a s s o c i a t e d with g r i e v ­
a n c e s in an industry employing over 10, 000 production and maintenance 
w o r k e r s . A se l ec t ion of 159 gr ievants was matched to a sample of 159 
nongrievants in t e r m s of being h ired for a job within the s a m e barga in ­
ing unit, y e a r h ired , and current employment status in the company. 
A s h found that gr ievants w e r e younger , predominant ly m a l e , l e s s 
l ike ly to be m a r r i e d , m o r e l ike ly to be A m e r i c a n c i t i z e n s , and m o r e 
often r e h i r e s than w e r e nongr ievants . T h e s e findings sugges t that 
gr i evants m a y not be as mature as nongr ievants . 
F ina l ly , in an unpublished study conducted at about the s a m e 
t i m e in the s a m e plant as the p r e s e n t study, DeWire (1972) compared 
mul t ip le gr ievant biographical and work-record data for 97 subjects 
with s i m i l a r data for 97 nonmult iple g r i e v a n t s . A mult ip le gr ievant 
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was defined as an employee who submitted m o r e than two g r i e v a n c e s 
during the per iod I960 through 1965. The nonmult iple gr ievant sample 
was matched to the grievant sample in t e r m s of s e x , sen ior i ty , and 
job c l a s s i f i c a t i o n . The r e s u l t s of this study indicate that mult ip le 
gr ievants w e r e younger, had m o r e education, w e r e promoted m o r e 
often, and had m o r e derogatory information in their f i l e s than did non-
mult ip le g r i e v a n t s . 
The l a s t four studies s e e m to indicate that gr ievants m a y differ 
f rom nongrievants on s o m e b a s i s . The b a s i s for the d i f ference , how­
e v e r , i s not c l e a r . F o r example , E c k e r m a n (1948) reported that g r i e v ­
ants had l a r g e r i n c r e a s e s in pay than nongrievants w h e r e a s the opposite 
was true in the r e s u l t s reported by Sulkin and P r a n i s (1967) . E c k e r m a n 
a l so indicated that gr ievants had m o r e chi ldren than nongrievants w h e r e ­
as A s h (1970) indicated that gr ievants tended to be s ingle and had f ewer 
ch i ldren . T h e s e conflicting r e s u l t s might be attributed to s e v e r a l r e a ­
s o n s . F o r example , the s tudies w e r e conducted with l imi ted popula­
t ions in t e r m s of s i z e and occupat ions . E c k e r m a n and Sulkin and 
P r a n i s apparently did not match the ir subjects on p r e s u m a b l y re levant 
v a r i a b l e s . Except for D e W i r e ' s study, it i s not c l ear whether v a r i ­
ab les w e r e indexed to compensa te for the different per iods of s e r v i c e 
among s u b j e c t s . Whatever the c a s e , there i s a c l ear need for further 
r e s e a r c h both b e c a u s e of confl ict ing r e s u l t s of past r e s e a r c h and the 
l imi t ed number of s tudies conducted. 
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Grievance P r o c e d u r e 
A descr ip t ion of the formal gr i evance procedure used at the 
plant where the p r e s e n t study was conducted i s outl ined in Appendix A. 
In e s s e n c e , there are four s teps an employee m a y take to sat i s fy his 
g r i e v a n c e . At Step 1 the gr i evance m a y be set t led within the depart ­
m e n t . If no se t t l ement i s reached , the gr i evance may p r o c e e d through 
the labor re lat ions office at Step 2, un ion-company c o m m i t t e e at Step 3 , 
and f inal ly , arbi trat ion at Step 4 . The d e c i s i o n of the arbitrator i s b ind­
ing on al l par t i e s concerned . 
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CHAPTER II 
RESEARCH OBJECTIVE 
The object ive of this r e s e a r c h was to de termine whether or not 
b iographica l and w o r k - r e c o r d information avai lable in company p e r s o n ­
nel r e c o r d s could be used to identify e m p l o y e e s with a tendency to sub­
mit g r i e v a n c e s . The underlying hypothes i s was that such d i f f erences 
do ex i s t and that b iographica l and w o r k - r e c o r d information a s s o c i a t e d 
with gr i evant s would be s ignif icantly different f r o m s i m i l a r data a s s o ­
c iated with nongr ievants . The p r o b l e m , t h e r e f o r e , was to c o m p a r e 
the avai lable data in such a way as to identify speci f ic v a r i a b l e s that 
s e e m to be s ignif icant ly different for separate gr ievant and nongrievant 
groups . 
Knowledge regarding the identif icat ion of e m p l o y e e s with a t e n ­
dency to submit g r i e v a n c e s would be quite useful for s e v e r a l r e a s o n s . 
If a m a n a g e r knows which e m p l o y e e s are l ike ly to submit g r i e v a n c e s , 
he could m a k e a spec ia l effort to reduce the l ike l ihood that g r i e v a n c e s 
wil l be submit ted . F o r example , the spec ia l effort m a y be providing 
detai led explanations for m a n a g e r i a l ac t ions , emphas iz ing compl iance 
with the union-company a g r e e m e n t within depar tments , or re so lv ing 
p r o b l e m s within departments with unusual ly high gr i evance s u b m i s s i o n 
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r a t e s . 
Knowing which v a r i a b l e s are a s s o c i a t e d with the differentiat ion 
of gr ievants f r o m nongrievants would provide c lues for the further in ­
ves t iga t ion of p r o b l e m s a s s o c i a t e d with the identif icat ion and reduct ion 
of underlying c a u s e s for gr i evance s u b m i s s i o n . P r o p e r l y applied, this 
information should have f a r - r e a c h i n g ef fects in t e r m s of improved job 
sat i s fac t ion , reduced c o s t s , i n c r e a s e d product iv i ty , and improved 
working condi t ions . 
The genera l object ive involving effect ive identif icat ion of poten­
tial gr ievants has m e r i t in that m o r e effect ive management d e c i s i o n s 
m a y be r e a l i z e d in work s i tuation des ign , po l i cy format ion , and p lan­
ning. 
This invest igat ion was an exploratory study des igned to d e t e r ­
mine which biographical and w o r k - r e c o r d v a r i a b l e s , if any, d i f feren­
t iate be tween a group of gr ievants and a group of nongr ievants . 
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CHAPTER III 
PROCEDURES 
The plant involved in this study e x p e r i e n c e d s o m e 4 , 350 formal 
g r i e v a n c e s during the per iod between I960 and 1965. Considering the 
bargaining unit s i z e during that per iod , the per capita gr i evance s u b ­
m i s s i o n rate averaged 28 g r i e v a n c e s submitted per 100 e m p l o y e e s per 
y e a r . A l i s t of those submitting g r i e v a n c e s was constructed f r o m c o m ­
pany r e c o r d s , and a 250- subjec t gr ievant sample was compi led by s e ­
lec t ing e v e r y 17th individual on the l i s t . If a r ecord for an individual 
was not ava i lab le , the next name on the l i s t was s e l e c t e d to mainta in 
the gr ievant sample at 250 . These individuals w e r e matched with a 
s i m i l a r sample of 250 nongrievants in t e r m s of s e x , s en ior i ty within 
two y e a r s , and job c la s s i f i ca t ion . This was a c c o m p l i s h e d by locat ing 
the gr ievant on a computer l i s t ing that l i s t ed individuals by sen ior i ty 
within j o b - c l a s s i f i c a t i o n c a t e g o r i e s and by se l ec t ing the next individual 
of the s a m e s e x whose name appeared on the l i s t . The nongrievant l i s t 
was then compared to the l i s t of 4 , 3 50 gr ievants to insure that none of 
the nongrievants submitted a g r i e v a n c e during the per iod I960 through 
1965. If a nongrievant appeared on the grievant l i s t , h is name was d e ­
l e ted and the next name on the computer l i s t ing which did not appear on 
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t h e g r i e v a n t l i s t w a s s e l e c t e d . A s a n a d d i t i o n a l s t e p i n a t t e m p t i n g t o 
m a k e t h e n o n g r i e v a n t s a m p l e a s f r e e f r o m g r i e v a n c e s a s p o s s i b l e , 
t h e n o n g r i e v a n t l i s t w a s s u b m i t t e d t o t h e c o m p a n y l a b o r r e l a t i o n s d e ­
p a r t m e n t f o r s c r e e n i n g . M e m b e r s of t h e d e p a r t m e n t r e v i e w e d t h e l i s t 
a n d i d e n t i f i e d i n d i v i d u a l s w h o s u b m i t t e d a t o t a l of t w o o r m o r e g r i e v ­
a n c e s s i n c e 1 9 6 5 . T h o s e w h o d i d s u b m i t t w o o r m o r e g r i e v a n c e s w e r e 
r e p l a c e d b y i n d i v i d u a l s w h o f o l l o w e d t h e m on t h e c o m p u t e r l i s t i n g 
w h o s e n a m e s d i d n o t a p p e a r o n t h e l i s t of g r i e v a n t s a n d w e r e n o t a m o n g 
t h o s e i d e n t i f i e d a s h a v i n g s u b m i t t e d t w o o r m o r e g r i e v a n c e s s i n c e 1 9 6 5 . 
F o r t h e p u r p o s e s of t h i s s t u d y , t h e r e f o r e , a g r i e v a n t i s o p e r a t i o n a l l y 
d e f i n e d a s a n i n d i v i d u a l e m p l o y e e w h o s u b m i t t e d a t l e a s t o n e i n d i v i d u a l 
o r g r o u p g r i e v a n c e d u r i n g t h e p e r i o d I 9 6 0 t h r o u g h 1 9 6 5 . O n t h e o t h e r 
h a n d , a n o n g r i e v a n t i s o p e r a t i o n a l l y d e f i n e d a s a n i n d i v i d u a l e m p l o y e e 
w h o d i d n o t s u b m i t a n i n d i v i d u a l o r g r o u p g r i e v a n c e d u r i n g t h e p e r i o d 
I 9 6 0 t h r o u g h 1 9 6 5 a n d d i d n o t s u b m i t m o r e t h a n o n e g r i e v a n c e s u b s e ­
q u e n t l y a s d e t e r m i n e d b y t h e l a b o r r e l a t i o n s d e p a r t m e n t . 
T h e d a t a f o r t h i s s t u d y w e r e o b t a i n e d s o l e l y f r o m p e r s o n n e l 
r e c o r d s m a i n t a i n e d b y t h e c o m p a n y . N o a t t e m p t w a s m a d e t o c o n t a c t 
i n d i v i d u a l e m p l o y e e s , a n d a l l s u b j e c t s r e m a i n e d a n o n y m o u s to e v e r y ­
o n e e x c e p t t h e i n v e s t i g a t o r w h o u s e d p e r s o n a l i d e n t i f i c a t i o n f o r c o n t r o l 
p u r p o s e s o n l y . A f t e r t h e d a t a w e r e g a t h e r e d , p e r s o n a l i d e n t i f i c a t i o n 
a s a m e a n s of c o n t r o l w a s r e p l a c e d w i t h a n u m e r i c a l c o n t r o l s y s t e m , 
a n d t h e p e r s o n a l i d e n t i f i c a t i o n c o n t r o l s h e e t w a s d e s t r o y e d . 
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Data gathered were the s a m e for all subjects and can g e n e r a l l y 
be divided into two c a t e g o r i e s : b iographical information a s s o c i a t e d 
with the individual which he provided when he was init ia l ly h ired by the 
company; and information re la t ive to the work r e c o r d of the individual 
f r o m the date he was hired to terminat ion or June 30, 1971, whichever 
o c c u r r e d e a r l i e r . The cutoff date was e s tab l i shed to prec lude the 
pos s ib i l i t y of b ias being introduced by gathering grievant data pr ior to 
the nongrievant data. The data-gathering effort extended over a per iod 
of s e v e r a l m o n t h s . Addit ional ly , w o r k - r e c o r d data were gathered for 
the entire span of each subject ' s work h i s t o r y in an effort to provide an 
overa l l p ic ture of both gr i evant s ' and nongr ievants ' p e r f o r m a n c e . 
The f i r s t ca tegory of data was extracted p r i m a r i l y f r o m the i n ­
dividual work applicat ion f o r m . E x a m p l e s of these data include e m p l o y ­
ee r e s p o n s e s regarding ma r i ta l s tatus , home ownership , height , 
weight , e t c . F ingerpr int cards w e r e used to de termine race and to 
ver i fy s e x . F o r m l e t t e r s of recommendat ion f r o m acquaintances and 
f o r m e r e m p l o y e r s were used to de termine whether or not the e m p l o y e e 
had derogatory information in his personne l record when he was in i ­
t ia l ly h i red . 
The second category of data c o n s i s t e d of information extracted 
f r o m rating f o r m s , payrol l accounting f o r m s , and routine personne l 
act ion f o r m s . These data included information re la t ive to wage i n ­
c r e a s e s , p r o m o t i o n s , demot ions , l e a v e s , layoffs , pr ior g r i e v a n c e s , 
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c o m m e n d a t i o n s , admoni shments , e t c . 
Var iab le s 
F o r t y v a r i a b l e s w e r e s e l e c t e d f rom the information avai lable in 
the personne l r e c o r d s . T h e s e included: 
1. Wage i n c r e a s e s . Hourly rate of pay i n c r e a s e e x p r e s s e d in 
d o l l a r s . De termined by subtracting initial hourly rate paid at "hire" 
(t ime of hiring) f r o m the rate of pay r e c e i v e d at the terminat ion of the 
per iod during which an employee must g r i e v e to be c l a s s i f i e d as a 
grievant ( D e c e m b e r 31 , 1965) divided by the total y e a r s of s e r v i c e to 
the company as of that s a m e terminat ion date . 
2. Mari ta l s ta tus . Whether or not an employee was m a r r i e d 
when he was init ial ly h ired . 
3 . Exempt ions . The number of exempt ions c l a i m e d at h ire for 
income tax withholding p u r p o s e s . 
4 . Owns h o m e . Whether an employee owned a h o m e or rented 
when he was h ired . 
5. Height to weight ratio (H to W rat io) . Obtained by dividing 
each individual 's height in inches by his weight in pounds. 
6. B ir thp lace . Whether an employee was born within or outs ide 
the State of Georg ia . 
7. Birth y e a r . The year an employee was born minus 1900. 
8. Hiring age . The age of an employee at the t ime he was 
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h ired e x p r e s s e d in y e a r s . 
9. V e t e r a n . Whether or not an employee was on act ive m i l i ­
tary duty pr ior to h is init ial h ire date . 
10. Mi l i tary s ta tus . Whether or not an employee was a m e m b e r 
of e i ther the National Guard or R e s e r v e s at h i r e . 
11 . Educat ion. The number of y e a r s of formal education the 
e m p l o y e e comple ted as of h i s initial h ire date . 
12. Jobs he ld . The total number of jobs held during a t e n - y e a r 
per iod pr ior to h ire excluding m i l i t a r y s e r v i c e but including self-
employment such as farming . 
13. R e s i d e n c e s . The number of r e s i d e n c e s each employee o c c u ­
pied during a f i v e - y e a r per iod pr ior to h i r e . R e s i d e n c e s during act ive 
m i l i t a r y s e r v i c e were not included. 
14. P o l i c e r e c o r d . Whether or not an e m p l o y e e had been a r ­
r e s t e d for an offense other than minor traffic v io la t ions pr ior to h i r e . 
15. R a c e . Whether an employee was white or nonwhite . 
16. D e r o g a t o r y information (Derog info). Whether any l e t t e r s 
of r e c o m m e n d a t i o n so l i c i t ed f r o m f o r m e r e m p l o y e r s or acquaintances 
as furnished by the p r o s p e c t i v e e m p l o y e e contain information of a d e ­
rogatory nature . F o r example: t erminat ion without not i ce , e x c e s s i v e 
drinking, and being uncooperat ive with s u p e r v i s o r s . 
17. Employee per formance no t i ce s ( E P N s ) . The number of e m ­
ployee p e r f o r m a n c e not i ces on f i le in an e m p l o y e e ' s p e r s o n n e l r ecord 
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divided by the total years' service to the company as of 3 0 June 1971. 
EPNs are issued to employees who violate company rules or policy. 
For example, EPNs could be issued for traffic violations, excessive 
absentee rates, unacceptable job performance caused by neglect, 
sleeping on the job, etc. 
18. Commendations. The number of commendations received 
per year as of 3 0 June 1971. Commendations include letters from out­
side of the employee's department, awards for cost reduction, and 
awards for excellent performance or perfect attendance during a 
specified period. 
19. Garnishments. The number of times an employee's wages 
were garnisheed per year as of 30 June 1971. 
20. Courses. The number of training courses successfully 
completed both on and off duty and courses completed at outside institu­
tions for which there were records in the employee's personnel folder 
divided by years of service to the company. 
21. Sick leaves. The number of sick leaves divided by years 
of service to the company. 
22. Days sick. The number of days sick divided by years of 
service to the company. 
23. Injuries. The number of occupational injuries received per 
year. 
24. Physical limitations (Phys lims). Whether or not an em-
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p loyee indicated he had a phys i ca l l imi ta t ion when he was ini t ia l ly h i r e d . 
25 . Layof fs . The number of t i m e s an employee was laid off per 
y e a r . 
26 . Days laid off. The number of days laid off per year of s e r v ­
i c e . 
27. P e r m a n e n t promot ions ( P e r m p r o m s ) . Permanent p r o m o ­
t ions r e c e i v e d per y e a r , 
28. Mer i t i n c r e a s e s . Mer i t i n c r e a s e s in pay r e c e i v e d per y e a r , 
A m e r i t i n c r e a s e was g iven to e m p l o y e e s who per formed their duties 
in an acceptable manner as de termined by the s u p e r v i s o r who r e c o m ­
mended that an i n c r e a s e be g iven or not g iven . The prac t i ce c e a s e d as 
of 1963. 
29 . T e m p o r a r y promot ions (Tern p r o m s ) . The number of t e m ­
porary promot ions r e c e i v e d per year of company s e r v i c e . T h e s e in ­
cluded per iods of t i m e an employee per formed jobs at a higher pay rate 
whi le the incumbent was absent f r o m duty or the number of t i m e s an in ­
dividual part ic ipated in f ield tr ips as a representa t ive of the company. 
30 . D e m o t i o n s . The number of downgrades r e c e i v e d per y e a r . 
3 1 . P r o m o t i o n s re fused . The number of promot ions refused by 
the employee or the number of downgrades he reques ted per y e a r . 
32 . Change r e q u e s t s . The number of changes reques ted by the 
employee per y e a r . Changes reques ted w e r e routine in nature such as 
shift or department changes or changes affecting c l a s s i f i c a t i o n which 
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d i d n o t i n v o l v e a p a y r a t e c h a n g e . 
3 3 . C h a n g e s d i r e c t e d ( C h a n g e s d i r ) . T h e n u m b e r of c h a n g e s 
d i r e c t e d b y t h e c o m p a n y p e r y e a r . T h e s e c h a n g e s w e r e t h e s a m e a s 
t h o s e d e f i n e d a b o v e . 
3 4 . A b s e n t e e r a t e . T h e n u m b e r of t i m e s a n e m p l o y e e w a s a b ­
s e n t p e r y e a r e x c l u d i n g v a c a t i o n s , s i c k l e a v e s , l a y o f f s , a n d f o r m a l 
a b s e n c e s r e q u e s t e d f o r p e r s o n a l o r m i l i t a r y r e a s o n s . 
3 5 . L a t e r a t e . T h e n u m b e r of t i m e s l a t e p e r y e a r of c o m p a n y 
s e r v i c e . A l s o i n c l u d e d a r e t h e n u m b e r of t i m e s a n e m p l o y e e a r r i v e s 
o n t i m e b u t f a i l s t o c o m p l e t e h i s s h i f t ( s h o r t t i m e s ) . 
3 6 . G r i e v a n c e r a t e . T h e n u m b e r of g r i e v a n c e s s u b m i t t e d p e r 
y e a r p r i o r t o 1 J a n u a r y I 9 6 0 . 
3 7 . L e t t e r of i n d e b t e d n e s s ( L O I s ) . L e t t e r s on f i l e i n t h e e m ­
p l o y e e ' s r e c o r d w h i c h s o l i c i t t h e a i d of t h e c o m p a n y i n c o l l e c t i n g f o r 
a n o v e r d u e d e b t d i v i d e d b y t h e y e a r s of s e r v i c e t o t h e c o m p a n y . 
3 8 . M e d i c a l l i m i t a t i o n s ( M e d i c a l l i m s ) . T h e n u m b e r of m e d i c a l 
n o t i c e s t h a t r e s t r i c t t h e e m p l o y e e f r o m p e r f o r m i n g s o m e p h y s i c a l 
t a s k s r e c e i v e d p e r y e a r . E x a m p l e s i n c l u d e n o p r o l o n g e d s t a n d i n g f o r 
t w o w e e k s , l i f t i n g n o w e i g h t o v e r 20 p o u n d s f o r t w o w e e k s , a n d n o t 
u s i n g l e f t a r m f o r t h r e e w e e k s . 
3 9 . L e a v e s r e q u e s t e d . T h e n u m b e r of a b s e n c e s f o r p e r s o n a l 
r e a s o n s p e r y e a r of s e r v i c e . I n c l u d e d a r e a b s e n c e s f o r u n s t a t e d r e a ­
s o n s , h a r v e s t i n g a c r o p , o r e n t e r i n g a c t i v e m i l i t a r y d u t y f o r p e r i o d s 
of from one week to four years. Involves no loss in seniority. 
40. Days absent. The number of days off per year for 
personal absences described above. 
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CHAPTER IV 
RESULTS 
The information was punched on data cards using two signif icant 
f igures for al l var iab le s except dichotomous data. F o r example , y e a r s 
of s e r v i c e to the company w e r e e x p r e s s e d as 18, E P N s per year as . 3 1 , 
and changes per year as 1 . 2 . Dichotomous data w e r e e x p r e s s e d as 0 
and 1 or 1 and 2 . F o r example , mar i ta l status was indicated by us ing 
1 for m a r r i e d and 0 for s ingle; r a c e by using 1 for nonwhite and 0 for 
white; and birthplace by using 1 for born in Georgia and 2 for born out­
s ide of Georg ia . 
A one -way mul t ivar ia te a n a l y s i s of var iance procedure was u s e d 
to de termine the overa l l d i f ferences between groups on the 40 dependent 
v a r i a b l e s . With matched groups the mul t ivar ia te t e s t of d i f ference b e ­
tween groups i s not exact ly appropriate b e c a u s e the groups s a m p l e s 
are not independent. Sti l l it i s expected that this t e s t is c o n s e r v a t i v e 
in t e s t ing the d i f ference compared to a m o r e appropriate mul t ivar ia te 
t e s t that takes the dependence between groups into account . A compu­
t e r p r o g r a m to do the m o r e appropriate mul t ivar ia te t e s t w a s not ava i l ­
a b l e . A Univac 1108 p r o g r a m dev i sed by Clyde, C r a m e r , and Sherin 
(1966) was used to obtain dependent -var iable m e a n s , standard d e v i a -
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t ions , the overa l l F rat io , and the l e v e l of s igni f icance for the F rat io . 
An overa l l mul t ivar ia te F ratio of 2 . 968 was obtained. Using 
Wilk's lambda cr i t er ion with 40 and 459 d e g r e e s of f r eedom, the two 
groups w e r e s ignif icant ly different with JD l e s s than . 001 . 
Table 1 l i s t s the m e a n s and standard deviat ions for a l l 40 v a r i ­
ab le s for the two s a m p l e s r e s p e c t i v e l y . S ince the subjects w e r e 
matched on s e x , sen ior i ty , and job c la s s i f i ca t ion , _t t e s t s w e r e c o m ­
puted for each var iab le using the procedure d e s c r i b e d by R o s c o e (1969) 
for comparing two re lated s a m p l e s . The r e s u l t s of these t e s t s are 
shown in Table 2, which g ives the m e a n di f ference between s a m p l e s , 
e s t i m a t e d standard e r r o r of the d i f ference , and the corresponding_t 
va lue for each var iable r e s p e c t i v e l y . Using a l e v e l of s igni f icance of 
. 02 and a two- ta i l ed t e s t , the c r i t i c a l va lues of _t for 249 d e g r e e s of 
f r e e d o m w e r e approximate ly - 2 . 3 4 and + 2 . 3 4 r e s p e c t i v e l y . The r e a ­
son . 02 was s e l e c t e d as a s igni f icance l e v e l was that var iab les mee t ing 
this c r i t e r i o n for s igni f icance would have a grea ter l ike l ihood of s tand­
ing up under c r o s s - v a l i d a t i o n than if a l e s s s tr ingent c r i t e r i o n w e r e s e ­
l e c t e d . It should be pointed out, h o w e v e r , that the sequence of_t t e s t s 
p e r f o r m e d on the 40 v a r i a b l e s does not r e p r e s e n t a sequence of inde­
pendent t e s t s b e c a u s e the v a r i a b l e s are m o d e r a t e l y i n t e r c o r r e l a t e d . 
N e v e r t h e l e s s , the use of such a s e r i e s of t e s t s was just i f ied on a h e u r ­
i s t i c b a s i s in an exploratory study such as this one . Out of the 40 t 
t e s t s , 14 y ie lded va lues of_t exceeding the cr i t i ca l v a l u e s . T h e s e s i g -
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T a b l e 1. M e a n s a n d S t a n d a r d D e v i a t i o n s of 4 0 D e p e n d e n t V a r i a b l e s 
f o r G r i e v a n t a n d N o n g r i e v a n t S a m p l e s 
M e a n s S t a n d a r d D e v i a t i o n s 
G r i e v ­ N o n ­ G r i e v ­ N o n ­
a n t s g r i e v a n t s a n t s g r i e v a n t s 
1. W a g e I n c r e a s e s . 189 . 163 . 1 0 9 . 0 7 5 
2 . M a r i t a l S t a t u s . 7 6 0 . 792 . 4 2 8 . 4 0 7 
3 . E x e m p t i o n s 2 . 6 8 8 2 . 932 1 . 6 7 6 1 . 7 1 7 
4 . O w n s H o m e . 2 8 8 . 368 . 4 5 4 . 4 8 3 
5 . H t o W R a t i o . 4 4 2 . 4 3 7 . 0 6 2 . 062 
6 . B i r t h p l a c e 1 . 2 1 6 1. 208 . 4 3 1 . 4 0 7 
7 . B i r t h Y e a r 2 5 . 3 4 8 2 2 . 0 6 4 9 . 4 4 9 9. 032 co H i r e A g e 2 8 . 6 9 2 3 1 . 3 8 4 7 . 9 7 3 7 . 268 
9 . V e t e r a n . 6 0 4 . 544 . 4 9 0 . 4 9 9 
1 0 . M i l i t a r y S t a t u s . 2 5 2 . 2 0 4 . 4 3 5 . 4 0 4 
1 1 . E d u c a t i o n 1 0 . 5 8 4 9 . 876 4 . 0 2 0 2 . 2 8 4 
1 2 . J o b s H e l d 3 . 2 2 4 3 . 380 1. 7 7 4 1 . 7 4 1 
1 3 . R e s i d e n c e s 2 . 172 1. 964 1 . 3 2 0 1. 217 
1 4 . P o l i c e R e c o r d . 108 . 0 7 2 . 3 1 1 . 259 
1 5 . R a c e . 0 4 4 . 072 . 0 0 6 . 259 
1 6 . D e r o g In fo . 112 . 044 . 3 1 6 . 206 
1 7 . E P N s . 0 5 5 . 0 4 4 . 104 . 0 8 4 
1 8 . C o m m e n d a t i o n s . 144 . 141 . 153 . 140 
1 9 . G a r n i s h m e n t s . 027 . 0 1 9 . 0 9 5 . 066 
2 0 . C o u r s e s . 165 . 133 . 2 0 5 
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2 1 . S i c k L e a v e s . 0 5 9 . 084 . 0 9 2 . 128 
2 2 . D a y s S i c k 3 . 3 0 0 3 . 872 6 . 3 5 1 8 . 688 
2 3 . I n j u r i e s . 0 0 5 . 0 1 1 . 0 1 8 . 056 
2 4 . P h y s L i m s . 108 . 016 . 3 1 1 . 126 
2 5 . L a y o f f s . 0 5 0 . 040 . 0 9 0 . 0 7 5 
2 6 . D a y s L a i d Off 8 . 8 3 2 5 . 200 1 7 . 7 0 2 1 1 . 6 0 9 
2 7 . P e r m P r o m s . 2 9 1 . 249 . 184 . 188 
2 8 . M e r i t I n c r e a s e s . 222 . 2 3 3 . 184 . 168 
2 9 . T e r n P r o m s . 182 . 138 . 216 . 204 
3 0 . D e m o t i o n s . 187 . 152 . 171 . 143 
3 1 . P r o m o t i o n s R e f u s e d . 0 4 4 . 0 5 4 . 0 9 6 . 105 
3 2 . C h a n g e R e q u e s t s . 036 . 0 3 0 . 0 8 4 . 0 8 5 
3 3 . C h a n g e s D i r 
. 9 8 9 . 960 . 6 7 3 1. 152 
3 4 . A b s e n t e e R a t e 6 . 560 5 . 4 9 2 7 . 2 2 5 4 . 6 7 2 
3 5 . L a t e R a t e 2 . 8 1 6 2 . 080 5 . 4 8 5 3 . 008 
3 6 . G r i e v a n c e R a t e . 172 . 108 . 227 . 160 
3 7 . L O I s . 018 . 011 . 0 6 8 . 0 4 3 
3 8 . M e d i c a l L i m s . 2 9 0 . 321 . 4 2 4 . 522 
3 9 . L e a v e s R e q u e s t e d . 0 1 2 . 004 . 0 3 8 . 021 
4 0 . D a y s A b s e n t 3 . 3 4 8 1 . 0 1 2 1 2 . 0 0 6 7 . 007 
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T a b l e 2 . R e l a t e d S a m p l e s t_ T e s t s 
D i f f e r e n c e S t a n d a r d 
V a r i a b l e B e t w e e n M e a n s E r r o r t 
1 . W a g e s . 0 3 . 01 3 . 9 4 5 * 
2 . M a r i t a l S t a t u s - . 0 3 . 04 - . 8 9 4 
3 . E x e m p t i o n s - . 2 4 . 14 - 1 . 7 6 8 
4 . O w n s H o m e - . 0 8 . 04 - 1 . 8 8 3 
5 . H to W R a t i o . 0 0 . 01 . 9 2 5 
6 . B i r t h p l a c e . 0 1 . 04 . 2 1 8 
7 . B i r t h Y e a r 3 . 2 8 . 6 8 4 . 8 2 9 * 
8 . H i r e A g e 
- 2 . 6 9 . 6 2 - 4 . 3 5 9 * 
9 . V e t e r a n . 0 6 . 0 4 1 . 4 5 3 
1 0 . M i l i t a r y S t a t u s . 0 5 . 0 4 1 . 2 9 6 
1 1 . E d u c a t i o n . 7 1 . 2 7 2 . 5 7 7 * 
1 2 . J o b s H e l d - . 1 6 . 1 6 - 1 . 0 0 1 
1 3 . R e s i d e n c e s . 2 1 . 1 1 1. 901 
1 4 . P o l i c e R e c o r d . 0 4 . 0 2 1 . 4 8 3 
1 5 . R a c e - . 03 . 0 2 - 1 . 5 3 2 
1 6 . D e r o g I n f o , 0 7 . 0 2 3 . 0 0 7 * 
1 7 . E P N s . 01 . 0 1 1 . 4 3 4 
1 8 . C o m m e n d a t i o n s . 0 0 . 0 1 . 2 1 7 
1 9 . G a r n i s h m e n t s . 0 1 . 0 1 1 . 0 9 7 
2 0 . C o u r s e s . 03 . 02 2 . 0 8 1 
2 1 . S i c k L e a v e s - . 0 2 . 0 1 - 2 . 6 2 8 * 
2 2 . D a y s S i c k - . 57 . 6 7 - . 8 5 7 
2 3 . I n j u r i e s - . 0 1 . 00 - 1 . 6 5 3 
2 4 . P h y s L i m s . 0 9 . 0 2 4 . 2 7 1 * 
2 5 . L a y o f f s . 0 1 . 0 1 1 . 6 5 0 
2 6 . D a y s L a i d Off 3 . 6 3 1 . 08 3 . 3 50* 
2 7 . P e r m P r o m s . 0 4 . 0 1 3 . 0 8 5 * 
2 8 . M e r i t I n c r e a s e s - . 0 1 . 01 - . 7 9 8 
2 9 . T e r n P r o m s . 04 . 02 2 . 4 3 3 * 
3 0 . D e m o t i o n s . 0 4 . 0 1 2 . 8 4 1 * 
3 1 . P r o m o t i o n s R e f u s e d - . 0 1 . 01 - 1 . 1 5 6 
3 2 . C h a n g e R e q u e s t s . 0 1 . 0 1 . 7 9 8 
3 3 . C h a n g e s D i r . 03 . 0 8 . 3 5 3 
3 4 . A b s e n t e e R a t e 1 . 0 7 . 52 2 . 039 
3 5 . L a t e R a t e . 7 4 . 4 0 1 . 8 4 1 
3 6 . G r i e v a n c e R a t e . 0 6 . 0 2 4 . 0 1 0 * 
3 7 . L O I s . 0 1 . 01 1 . 4 5 5 
3 8 . M e d i c a l L i m s - . 0 3 . 0 4 - . 7 7 5 
3 9 . L e a v e s R e q u e s t e d . 0 1 . 00 3 . 1 9 3 * 
4 0 . D a y s A b s e n t 2 . 3 4 
. 8 9 2 . 6 3 3 * 
* P l e s s t h a n . 0 2 . 
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nificant t ' s are indicated in Table 2 by an a s t e r i s k . 
The f i r s t var iable a s s o c i a t e d with a s ignif icant value of_t was 
wage i n c r e a s e ra te . The gr ievant wage i n c r e a s e rate is s ignif icant ly 
higher than the nongrievant wage i n c r e a s e rate . The y e a r - o f - b i r t h 
var iab le was a l s o a s s o c i a t e d with a s ignif icant d i f f erence . The a v e r ­
age year of birth for gr ievants was 1925, which i s s ignif icant ly la ter 
than 1922, the a v e r a g e year for nongr ievants . F u r t h e r m o r e , on the 
a v e r a g e , gr ievants s tarted to work for the company at a younger age 
than the nongrievants and completed m o r e y e a r s of formal schoo l ing . 
The l e t t e r s of recommendat ion so l i c i t ed by the company from 
acquaintances and work h i s t o r y f rom f o r m e r e m p l o y e r s contained m o r e 
derogatory information on the average for gr ievants than they did for 
nongr ievants . The gr ievants had a g r e a t e r a v e r a g e number of s ick 
l e a v e s than nongrievants and w e r e h ired in i t ia l ly with s o m e sort of 
phys ica l l imi tat ion m o r e often than w e r e nongr ievants . 
Grievants averaged longer layoff per iods than nongr i evant s . 
Grievants r e c e i v e d m o r e permanent and t e m p o r a r y promot ions than 
nongrievants but w e r e demoted m o r e often a l s o . The gr ievants a l s o 
submitted a l a r g e r average number of g r i e v a n c e s pr ior to I960 than did 
the nongr ievants . F ina l ly , the gr ievant subjects on the average took 
m o r e p e r s o n a l and m i l i t a r y a b s e n c e s for longer per iods than did the 
nongrievant s u b j e c t s . 
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P o o l e d - W i t h i n - S a m p l e 
In tercorre la t ions Among Var iab le s 
A useful by-product of the mul t ivar ia te ana ly s i s of var iance 
was the p o o l e d - w i t h i n - s a m p l e in tercorre la t ion m a t r i x for the 40 v a r i ­
a b l e s . This m a t r i x i s shown in Appendix B. In computing t h e s e c o r r e ­
la t i ons , those port ions of the s c o r e s contributing to d i f ferences between 
groups are e l iminated . Obtaining corre la t ions in this way is de s i rab le 
b e c a u s e it e l imina te s p o s s i b l e art i f ic ia l s o u r c e s of covar iance due to 
d i f ferences be tween s a m p l e s when, as is the c a s e in this study, the 
s a m p l e s are not both representa t ive s a m p l e s of s o m e exhaust ive sub-
populations f r o m s o m e l a r g e r populat ions . The in tercorre la t ions are 
useful both for suggest ing potential re la t ionships among the var iab l e s 
and making one aware of the dependenc ies among the var iab l e s that 
m a y have s o m e bearing on the interpretat ion of the s e r i e s of t t e s t s 
d e s c r i b e d p r e v i o u s l y . 
On h e u r i s t i c grounds a corre la t ion coeff ic ient with absolute m a g ­
nitude g r e a t e r than . 110 was regarded as s ignif icant at the . 01 l e v e l 
(cf. Hays 1963, page 529). It should be noted that this l e v e l of s igni f i ­
cance i s for a s ing le b ivar iate corre la t ion coef f ic ient . Tes t ing each 
individual corre la t ion coeff ic ient for s igni f icance does not involve a s e ­
quence of independent s ta t i s t i ca l t e s t s , and so the true probabi l i ty of 
making a Type I e r r o r in the c a s e of any c o r r e l a t i o n coeff ic ient in the 
sequence of t e s t s i s unknown. 
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CHAPTER V 
DISCUSSION 
The re su l t s of the p r e s e n t study appear to be m o s t in a g r e e m e n t 
with the f indings reported by A s h (1970) . Both s tudies found that g r i e v ­
ants w e r e about three y e a r s younger than nongrievants and that this dif­
f e r e n c e was s ignif icant . Race and ve teran s ta tus , A s h ' s other two dif­
ferent iat ing v a r i a b l e s , w e r e not d i scr iminat ing in the presen t study a l ­
though the di f ference patterns are the s a m e . Both s tudies indicated 
that gr ievants tended to be Caucas ian and ve terans m o r e often than non­
gr ievants . 
The p r e s e n t findings a l s o support in part the r e s u l t s of DeWire 
(1972) . The pattern of d i f ferences between the m e a n s of comparable 
v a r i a b l e s in the two studies a r e the s a m e except for the wage i n c r e a s e 
rate v a r i a b l e . DeWire found no di f ference between mul t ip le gr ievants 
and nonmult iple gr ievants on this var iab le , and the presen t study showed 
that gr i evant s r e c e i v e d s ignif icantly h igher wage i n c r e a s e s than did n o n ­
g r i e v a n t s . Even though di f ference patterns w e r e s i m i l a r , only one 
v a r i a b l e , p r o m o t i o n s , was different at a l e v e l of s igni f icance l e s s than 
. 0 2 in both s t u d i e s . The r e a s o n s the two studies do not ref lec t exact ly 
the s a m e r e s u l t s m a y be that DeWire used nonmult iple gr ievants rather 
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than nongrievants to make up his c o m p a r i s o n group. The number of 
subjects in DeWire ' s study was 97 in each group compared to 250 in 
each group in the p r e s e n t study. The g r e a t e r number of subjects r e ­
sul ts in i n c r e a s e d sens i t i v i ty to s m a l l d i f f e r e n c e s . F ina l ly , the o p e r a ­
tional definit ions of var iab l e s may not have been exact ly the s a m e in 
both s t u d i e s . 
E c k e r m a n ' s (1948) findings two decades e a r l i e r confl ict with 
the r e s u l t s of the p r e s e n t study in t e r m s of wage i n c r e a s e s , educa­
t ional l e v e l , age of g r i e v a n t s , mar i ta l s ta tus , number of exempt ions , 
and number of jobs held pr ior to h i r e . Two of t h e s e , wage and age of 
g r i e v a n t s , w e r e s igni f icant ly different in opposi te d irec t ions in both 
s t u d i e s . The other d i f ferences w e r e ins ignif icant in at l e a s t one of the 
s t u d i e s . Var iab le s in which both studies are in a g r e e m e n t include 
v e t e r a n s ta tus , r a c e , l e t t e r s of indebtedness , and routine personne l 
c h a n g e s . None of the foregoing w e r e s igni f icant ly different in both 
s t u d i e s . It i s important to note that the E c k e r m a n study did not c o m ­
pare matched s a m p l e s of gr ievants and nongr ievants . One of the s igni f i ­
cant findings in that study was that gr ievants had m o r e net s e r v i c e to 
the company than did nongr ievants . 
The Sulkin and P r a n i s (1967) findings confl ict with the r e s u l t s of 
this study in t e r m s of days on s ick l e a v e and wage i n c r e a s e s . Po in t s 
of a g r e e m e n t include age , late and absentee r a t e s , educational l e v e l , 
and r a c e . The only var iab l e s s ignif icant ly different in both studies 
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w e r e wages and educational l e v e l . 
Severa l fac tors m a y account for d i f ferences between the r e s u l t s 
of the p r e s e n t study and those reported by E c k e r m a n and Sulkin and 
P r a n i s . In the present study the nongrievant sample was matched to the 
gr ievant sample on the b a s i s of s e x , s en ior i ty , and job c l a s s i f i c a t i o n . 
In the other studies the nongrievant sample was c o m p r i s e d of individuals 
s e l e c t e d at random. Another factor which m a y account for the d i f fer ­
e n c e s i s that operat ional definit ions of v a r i a b l e s were not the s a m e . In 
the Sulkin and P r a n i s study, for example , net tota ls w e r e used for work-
r e c o r d data w h e r e a s in the p r e s e n t study t h e s e data w e r e e x p r e s s e d in 
t e r m s of r a t e s . Addit ional ly , the Sulkin and P r a n i s study had only 58 
subjects in the ir gr ievant group and 53 subjects in their nongrievant 
group. Other loca l condit ions such as plant locat ion , type and s i z e of 
plant (Ronan, 1963), work s i tuation, and union m a y have had a s ign i f i ­
cant inf luence on gr i evance act iv i ty , and t h e s e condit ions m a y account 
for the d i f f e r e n c e s . 
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CHAPTER VI 
LIMITATIONS, RECOMMENDATIONS, AND CONCLUSIONS 
Limitat ions 
The r e s u l t s of this study should be interpreted with caution. 
F o r example , the study was conducted at one plant. Genera l i za t ions 
cannot be made without rep l icat ion , e s p e c i a l l y in v i ew of Ronan's 
(1963) f indings that the type of plant does indeed influence gr i evance 
ac t iv i ty . Second, the 40 v a r i a b l e s on which the grievant and nongr i ev ­
ant groups w e r e compared w e r e not independent m e a s u r e s . Hence , 
the s e r i e s of_t t e s t s in which the two groups w e r e compared on each of 
the v a r i a b l e s was not a s e r i e s of independent t e s t s . Consequent ly , one 
m u s t r e m a i n aware of the pos s ib i l i t y that m o r e s ignif icant _t's resu l ted 
by chance among this s e r i e s of_t t e s t s than one would expect f r o m m u l ­
tiplying the probabi l i ty of making the Type I e r r o r t i m e s the number of 
t_ t e s t s p e r f o r m e d . To s o m e extent it i s hoped that by picking a c o n ­
s e r v a t i v e l e v e l of s igni f icance ( OL = . 02), this bias was m i n i m i z e d . 
F ina l ly , the paucity of s tudies avai lable in the l i t era ture demands r e p l i ­
cat ion to support both the conc lus ions reached as a re su l t of this r e ­
s e a r c h and the r e s u l t s of the other studies that appear to a r r i v e at s i m i ­
lar c o n c l u s i o n s . 
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Recommendat ions 
A repl icat ion of this study should be conducted using l arge s a m ­
p l e s that are representa t ive of var ious i n d u s t r i e s . C r o s s - v a l i d a t i o n 
should then be conducted to de termine whether gr ievants can be d i s t in ­
guished f r o m nongrievants using the s ignif icant ly different v a r i a b l e s 
identif ied in the s tud ie s . Random s a m p l e s of e m p l o y e e s should be s e ­
l e c t ed and their personne l r e c o r d s examined . Those individuals who 
s c o r e high or low on the v a r i a b l e s in re lat ion to the others within the 
sample should be labe led e i ther gr ievants or nongrievants a s appropr i ­
a te . Next , the gr i evance f i l e s should be examined to de termine who 
within the s a m p l e s have actual ly submitted g r i e v a n c e s in the past and 
how often. The groups identified as gr ievants or nongrievants in t e r m s 
of the pred ic tor v a r i a b l e s should be compared s ta t i s t i ca l l y with those 
identif ied as gr ievants or nongrievants as a resu l t of the gr i evance 
f i le s e a r c h . If the groups are the s a m e , genera l i za t ions could then be 
m a d e with a g r e a t e r d e g r e e of conf idence . 
S u m m a r y and Conclus ions 
The p r e s e n t r e s e a r c h findings sugges t that s ignif icant d i f fer­
e n c e s do ex i s t between e m p l o y e e s who submit g r i e v a n c e s and those who 
do not, Grievants are younger , h ired at an e a r l i e r a g e , m o r e educated, 
m o r e l ike ly to have derogatory information in l e t t e r s of r e c o m m e n d a ­
t ion, and hired with s o m e sort of phys ica l l imi ta t ions m o r e often than 
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the nongrievant . Addit ional ly , their pay advances can be expected to 
be g r e a t e r overa l l ; they take m o r e s ick l e a v e s ; they are laid off for 
longer p e r i o d s ; they are promoted and demoted m o r e frequently; and 
they take m o r e persona l and m i l i t a r y a b s e n c e s for longer per iods of 
t ime than nongr ievants . F ina l ly , if one c o n s i d e r s a f inite per iod of 
t i m e in studying gr i evance act iv i ty , he can expect to find that gr ievants 
submit m o r e g r i e v a n c e s pr ior to the per iod under invest igat ion than do 
nongr ievants . 
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A P P E N D I X A 
G R I E V A N C E P R O C E D U R E 
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APPENDIX A 
GRIEVANCE PROCEDURE 
The formal gr i evance procedure at the plant where this study-
was conducted c o n s i s t s of t h r e e s teps plus a final arbitrat ion s t e p . An 
e m p l o y e e who f e e l s that the company fa i led to l ive up to s o m e aspec t of 
the un ion-management a g r e e m e n t in such a manner as to a d v e r s e l y af­
fect h im in s o m e way i s entit led to submit a gr ievance without j e o p a r ­
dizing h i s pos i t ion with the f i r m . G r ievances n o r m a l l y concern p r o b ­
l e m s a s s o c i a t e d with pay, w a g e s , hours of employment , or other condi ­
t ions of employment . An e m p l o y e e with one of t h e s e p r o b l e m s i s en ­
couraged to talk it over with h i s i m m e d i a t e s u p e r v i s o r . However , if 
he so d e s i r e s , he m a y de l iver a writ ten gr i evance on a spec ia l g r i e v ­
ance f o r m to h is shop s teward in an attempt to gain a se t t l ement at 
Step 1 of the gr i evance p r o c e d u r e . A shop s teward i s an e m p l o y e e 
e l ec ted by the union m e m b e r s to handle g r i e v a n c e s and compla ints wi th­
in a part icu lar department of the plant. The gr i evance m u s t be p r e ­
sented to the department head by the s teward within 30 days of the a l ­
l eged o c c u r r e n c e , and the department head m u s t provide a wri t ten r e ­
ply on the gr i evance form within s e v e n working days after he r e c e i v e s 
the g r i e v a n c e . If a s e t t l ement i s not reached , the s teward and depart -
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ment head m u s t prepare a s ta tement specifying the points upon which 
the company and union are in a g r e e m e n t and the points upon which they 
are in d i s a g r e e m e n t . If the union dec ides to pursue port ions of the 
gr i evance not se t t led at Step 1, it has f ive working days to de l iver a 
wri t ten copy of the gr i evance to the labor re lat ions office for c o n s i d e r a ­
t ion under Step 2 of the gr i evance p r o c e d u r e . At this s tep a r e p r e s e n ­
tat ive of the union and a representa t ive of the labor re lat ions office 
m e e t within four working days of rece ipt of the g r i e v a n c e and attempt 
to r e a c h a s e t t l ement . The labor re la t ions office i s r e s p o n s i b l e for d e ­
l iver ing a written, reply concerning the gr i evance to the union within 
ten working days of the rece ip t of the g r i e v a n c e at Step 2 . If a s e t t l e ­
ment i s not reached , the union and labor re la t ions r e p r e s e n t a t i v e s p r e ­
pare a s ta tement outlining points upon which a g r e e m e n t was reached 
and the points upon which no a g r e e m e n t was reached . If the union d e ­
c i d e s to pursue unset t led port ions of the gr i evance to Step 3 , it m u s t 
s e r v e wri t ten not ice of cert i f i cat ion of that fact to the labor re la t ions 
office within f ive working days after rece ipt of the reply indicating a 
fa i lure to se t t le at Step 2 . At Step 3 the gr i evance i s presented for r e ­
v i e w by the c l a s s i f i c a t i o n gr i evance c o m m i t t e e or the labor re lat ions 
c o m m i t t e e , whichever i s appropriate , within 30 days after rece ip t of 
the wri t ten not ice of cer t i f i ca t ion . The c l a s s i f i c a t i o n gr i evance c o m ­
m i t t e e , which c o n s i s t s of two company and two union r e p r e s e n t a t i v e s , 
r e v i e w s al l g r i e v a n c e s in which the employee a l l e g e s that, by r e a s o n 
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of the performance of certain duties, he is entitled to a job classifica­
tion different from the one he holds. The labor relations committee, 
which consists of five union and five company representatives, reviews 
and attempts to settle all grievances submitted by employees which re­
main unsettled after Step 2 procedures have been followed and the sub­
ject of the grievance does not involve work classification. If still un­
settled, the grievance may then be referred to arbitration for final dis­
position. The arbitrator is determined by mutual union-management 
agreement or selected from a list of five names submitted by the Fed­
eral Mediation and Conciliation Service. In the latter case, selection 
is made by the company and union alternately striking one name from 
the list until only one name remains. The one remaining individual is 
designated as the arbitrator. When this procedure of selecting the arbi­
trator is being used, the right to strike the first name is determined by 
lot. The decision of the arbitrator concerning the grievance is binding 
on both union and management. 
A P P E N D I X B 
P O O L E D - W I T H I N - S A M P L E 
I N T E R C O R R E L A T I O N S A M O N G V A R I A B L E S 
V a r i a b l e 1 
1, V/GRE INCREASES 
2 • MARITAL STATUS 8. EXERR.P LIONS -215 
4. OWNS HOME -120 5- H TO ".V RATIO RN6 
6. BIRTHPLACE 1)44 ?. BIRTH"YEAR 437 
O • H I RE A =;E -271 
V . VETERSN 009 10. I:ILITARY STATUS 203 11 . EDUCATION 151 
12. JOBS HELD -146 
13. RESIDENCES 01R 
1.4. POLICE RECORD 117 
15. HACE -0<37 
16. DERO~ INFO 1C2 
17. Z?8'S 
13. CORR.NIOND? TIONS 032 10 . GARNISHMENTS -024 
20. COURSES 146 21. SICK LEAVES -141 22. DAYS SICK -139 
2 3 * INJURIES 
_ ^  r. n 
^ • 1 
2-4. J'HVS 1 INS -03'') 
2<. LAYOFFS 153 
26. DAYS LAID OFF 131 27 . PERM PRO.RS 
!8ERIT INCREASES -1 '' 2 29. TEN: FROMS 0 ?4 ? o . DE;:',O ~ IONS 10". 
81 . FRO:- 0 t) ONS REFUSED ?2. CH^N-E REQUESTS 
CH9 N RES DI R 2 9' ABR'-NTOE RATE 073 35* LA+E RATE r„r, 
36. 8-v iE VANC E Ra te -l'-2 37. LCIS -064 1'R-DICA] LI: 3 -090 3°. 1 • -5 A \ E S .a E -RA E S T E D L)A\RS ACCENT •I- 7 9 40. 14 2 
2 3 4 5 6 7 
4 31 
312 249 
-085 -113 -144 
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